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The purpose of this assignment is to create a training program for an HR officer in the company that I work. I work from 2017 at Admiral which is the biggest gambling arcade company in UK and his business it is extending in 35 countries. Admiral belongs to Novomatic who was created in Australia in 1980. Since the business where I work is a gambling company, the HR officer should be trained in people management, dispute management, and, given the current covid time, mental health and wellbeing of the employees. As a result, I firmly believe that the main focus of HR officer training should be on the employee's well-being and mental health.
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This presentation examines how an HR officer's career progresses by assessing their
training requirements.

Atrainee HR officer must be advanced in order to perform well in the workplace.
These slides demonstrated the fields where certain they require further teachings.
As aresult, a training program for the HR officer will be created.

For their consideration, this presentation will be given to the Company Admiral and
Mark Thompson, Director of HR.




A trainee HR officer should always be advanced in required to conduct well in the workplace. These slides revealed the areas wherein they demand additional training. The business, on the other hand, needs a way to determine if the HR officer's training is sufficient.
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The business, Admiral, requires a method to decide if the HR officer's training is satisfactory.

This can be decided by looking at “Holland`s module of occupational personality types” and “Schein typology of Career Anchors”, because I believe that these two modules are the most important of understanding the difference between people in working environment.
Holland suggested 6 vocational types. These are the followings: Realistic, Investigative, Artistic, Social, Enterprising, Conventional. It's crucial to figure out what vocational type a human resources officer accomplishes. This might ideally involve authenticity and social behaviour. Terence Tracey and James Rounds propose in 1996, a spherical model of vocational interests as an extension of Holland’s model. The authors proposed a third dimension of vocational interests which they labelled prestige. Chi-Ping Deng and Patrick Armstrong, and James Rounds, (2007), on the other hand, questions Holland's model, and found in their studies is insufficient to reflect the full spectrum of occupations in the United States.

However, neither of these theories overlook the pandemic's model working climate, in which employee well-being is important. As a result, the HR officer should have mental health training.
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HRM is a practical and feasible approach to recruiting and up warding employees (Armstrong, and

Taylor, 2014)

(HRM) encompasses all facets of how people are hired and handled in businesses (Armstrong, and

Taylor, 2014)

HR manager should possess Employee involvement, employment law, recruitment/talent

management (Admiral Jobs)




In spite of the amplified funding and importance given to educational initiatives and human resource development, there is some scepticism among investee companies about the efficacy of educational programmes and their opportunity to enhance educational investment (Frances and Roland Bee, 2003).

Human resource management (HRM) is a practical and feasible approach to recruiting and up warding employees (Armstrong, and Taylor, 2014).
HRM incorporates all aspects of how persons are employed and handled in companies (Armstrong, and Taylor, 2014). Human resource Practices, business ethics, employee quality of life, human resource management, reward management, organizational learning, organisational growth, workplace diversity, resource allocation learning and development, performance management, the procurement of employee benefits all covered.
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Andrew Mayo has established the ‘human capital monitor’ to recognize the social value of the company or ‘‘The value of a human asset' (Armstrong, and Taylor, 2014). 
The word "competency" applies to an individual's fundamental personality trait that leads to successful or superior efficiency (Armstrong, and Taylor, 2014). Behavioural competencies, technical competencies, and selection interviewing skills are the three categories of competencies (Armstrong, and Taylor, 2014)
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This method stands for:
+ Analyze

+ Design

+ Develop

+ Implement

+ Evaluate

Atraining needs analysis is a method for deciding what type of training is needed (Rathod, and
Duivedi, 2017)




Educators and creatives use the ADDIE Model to construct training teaching materials (Rathod, and Dwivedi, 2017; Armstrong, and Taylor, 2014). TNA (Training Needs Analysis): A training needs analysis is a method for deciding what type of training is needed. A training needs review takes into account the following factors: business needs, current competencies, training strategies, and cost effectiveness (Rathod, and Dwivedi, 2017).
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* The Training Delivery Method: because of the covid the training will be online

« The Training Material: will include papers materials, videos and personal homework

notebook where HR can do exercises to help them understand the concept learned

+ ACourse Evaluation Strategy: the HR will have to create a possible scenario of the
employees encountering mental and wellbeing problems and the solution for it, they

have to present this scenario and the solution and the end of the training
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+ Outline of the Course: mental health and wellbeing of the employees

+ Detailed Course Objectives: HR will leam how to help employees with the mental health
and to facilitate wellbeing of the employees

+ Learning Objectives for each Topic: for the mental health will be for the HR to learn how
Covid crises influenced the mental health of the employees and what consequences will
have of the mental health. For the wellbeing objective, HR will learn how to ease the
wellbeing of the employees, helping them to manage stress and the negative stressors

affecting their health because of the covid crisis




People are pleased with their work because they are satisfied with what they do, how they are handled, and how they get along with others (Armstrong, 2009). Employees' happiness is measured by the work - life balance provided by the company, which involves feelings of fulfilment and pleasure derived from the work as a whole and the organizational climate. (Armstrong, 2009). Mental health it is very important because, negatively, it is related to turnover and stress (Armstrong, 2009).
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With the implementation of the training plan, the organisation will discover the training's flaws and the places that we will need to develop in the future. Only by bringing theory into practise and observing the results would we be able to comprehend the challenges this training faces.[image: image9.png]Scheduled Review and Performance Assessment Plan

+ The scheduled review will take place after the completion of the training. The training will start in 17
may when the business will be reopening. The review will take place after one month which is 27
may.

* To assess the performance, we will use a rating scale which will be a Gan Chart.
* This Gan Chart will be created answering the most 3 important questions: what are the benefits that

the company achieved after this training. What are the benefits that the employees achieved after

this training? What are the obstacles encounter and how we can resolve?




Many performance assessment plans have a ranking component, which is normally done throughout or subsequently of an accomplishment examination assembly (Armstrong, 2009). With the aid of a Gant Chart, we will be able to monitor the progress of the business in real time. In addition, we will be able to recognise the training's flaws and devise a stronger strategy for achieving our two objectives.
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+ Worldwide covid crises has affected everyone one of us and il willtake time, resources and willingness o et pass on it
and to get better

+ Itis very importantto feel safe, secure and to find ways to decrease the stress that we encounter in this period

* Withthe current Covid situation, mental health and the wellbeing of the employees it is the most important training that
an HR individual can take to help the employees feel valuable and save

+ The mental health and the wellbeing of the employees has a long-term consequence for the effectives of the
‘organization, this is why we recommend creating for employee's wellbeing seminars where they can learn how to
manage their bad thoughts that cause them stress which make them sick and not be able to come to work

+ Whatwas lean from this training it that, employees are the best resources that a company can have, and itis important
to create a save and helpful environment for them, because helping the employees, in mod directly we help the
‘company to achieve performance.




Along with the training proved for the HR members it is very important to create an environment where the employees feel appreciated and valuable. To this, we can start by providing to the employee’s positive feedback for their work. Positive feedback conveys knowledge about behaviour and results against goals in a way that encourages beneficiaries to feel good about themselves and their job (Bee, and Bee, 1996). Positive feedback motivates beneficiaries to make a personal plan to improve their behaviour and success in accordance with agreed-upon expectations (Bee, and Bee, 1996).
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Appendix: Personal Skills Audit Form
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Personal Skills Audit

|vame Melinda kovacs

Wob role: Human Resource Officer

Please tick as appropriate to indicate how you would rate your skills in relation to the following work / functional areas.

[Very good

[Good

JAdequate

Little or no experience]

information Technology

Use Microsoft Office
lord

v

[Use Excel spreadsheet

|Use a Database

se specialist
R software

Ld
L

[Use the internet

14

[Use e-mail

[Use PowerPoint

[Very good

[Good

JAdequate

Little or no experience|

|Communication Skills

rafting contracts of
mployment

[Taking notes of
isciplinary

rite reports. Cd

roduce material to
upport presentations

livering a training
ession
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disputes/complaints
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IAdvising on HR issues

ALY

Very good

[Good

JAdequate

Little or no experience]

[Problem solving skills

ake good use of
erbal reasoning skills,
ble to handle
mplex data and
ake selective use of
information

[Explore more than
fone solution in order
(0 solve a problem

[Consider the ideas
bof others to help
fsolve problems

Bupervisory Management

jow much [ 7 month
xperience have you
ad in your role?

[1-3 months

3 months

v

ave you managed at
iny one time?

Eow many people [None

|Above 5

v

I declare that the information given in this form is true

Slned Melinda Kovacs

Date 200421
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